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National Center  
for the Study of Collective Bargaining in Higher  
Education and the Professions 
 
Organizing and Negotiating for Academic Labor 
 
Moderator: J. Philippe Abraham,  
First Vice President/Secretary-Treasurer, NYSUT 
Presenters: Mickey Gallagher, Consultant for Higher Education/MTA 
Scott Phillipson, President SEIU, Local 200 
Deborah Williams, NEA Faculty Association President/Lead Negotiator/JCCC 
 
April 15, 2018 
Agenda 
 
 
1:30 – 1:45 
Introductions/Negotiation Style 
 
1:45 – 2:30 
Negotiation Style Review/ Survey/Discussion 
 
2:30 – 3:30  
$2 Game/Debrief 
 
3:30 – 3:50 
Break 
 
3:50 – 4:45 
Unified Bargaining Process 
 
(20 minutes if time available) 
Distance Education – Anatomy of an Agreement 
 
5:00 – 5:30 
Organizing to Win 
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NEGOTIATING STYLES SURVEY 
This questionnaire presents you with several self-descriptive statements, each of which is followed by five 
different endings.  
Indicate the order in which each ending would be most characteristic of yourself in that situation. In the 
spaces beside each ending fill in the numbers as follows:  
(5) for the alternative you would most likely use in the situation;  
(4) for the alternative you would next most likely select;  
(3) your next most likely alternative;  
(2) for the alternative you would next most likely select; and  
(1) for the alternative you would least likely select. 
 Use each number only once and number all endings. If two choices seem equally like you or two seem 
equally unlike you, rank them anyway. 
 The statements are purposely broad and may concern meetings or presentations that are large or small.    
"Meetings" is used in the broadest possible sense. 
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 NEGOTIATING STYLES SURVEY 
 
 
1. When a person's behavior irritates me, I: 
 _____   (a) ask the person to behave differently. 
 ______ (b) say something but ensure that I don't offend him/her in the process. 
 ______ (c)     say nothing rather than create a conflict. 
______ (d) try to find a compromise solution. 
______ (e) seek a solution which simultaneously satisfies his/her goals and my own. 
 
2. When I disagree with a person, I: 
______ (a) determine how to integrate both of our views. 
______ (b) try to convince the person I am correct. 
______ (c) acknowledge our differences but minimize them. 
 ______ (d)   acknowledge that his/her position may be correct. 
  ______ (e)  try to take a "middle ground" position. 
 
3. When a person disagrees with me, I: 
______ (a)  seek a new position which integrates some of his/her views and some of mine. 
______ (b) use our disagreement as an opportunity to develop a new approach to the issue. 
______ (c) try to demonstrate why my position is more appropriate. 
______ (d) acknowledge that he/she has some valid points I should consider. 
______ (e) say something like, "I understand how you see the issue." 
 
4. When two people are carrying on a separate conversation during a meeting, I: 
______ (a) let them continue in hopes they will stop shortly or that someone else will intervene. 
______ (b) invite them to take a moment to complete their discussion and then to refocus their attention 
to the matters at hand. 
______ (c) use their discussion as an indicator of a problem, and invite all people present to talk about 
how the meeting is progressing. 
______ (d) ask them to stop their conversation. 
______ (e) ask them to please conclude their conversation for the time being but ensure that I don't 
offend them. 
 
-PLEASE CONTINUE- 
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Styles Survey, p. 2  
5. When a person seems to harp on a point which I don't believe is relevant, I: 
______ (a) remind him/her that eventually we need to complete the major task, but not discourage 
him/her from continuing their presentation. 
______ (b) let him/her continue until s/he has concluded. 
______ (c) ask him/her to limit their discussion to a few more minutes and then return to the major 
task. 
______ (d) join in the discussion and explore the reasons we are spending time on that point instead of 
moving ahead with the task before us. 
______ (e) ask him/her to return to the major task we need to deal with. 
 
6. When members of two "subgroups" begin "sniping' at one another, I: 
______ (a) let them continue so that they have the opportunity to "'get it out of their systems" or wait 
for someone else to intervene. 
______ (b) ask members of both groups to stop and return to the task at hand. 
______ (c) suggest that we all take a break. 
______ (d) encourage a total group discussion to determine what the real issue is. 
______ (e) suggest a solution that provides each of the two subgroups with some of what they want. 
 
7.  When people become completely silent with nobody participating, I: 
______ (a) call upon someone directly. 
______ (b) explain that we need input from the people present to move the task before us forward. 
______ (c) explain that we need input from the people present and that if they will provide some we 
will attempt to finish the meeting as soon as possible. 
______ (d)  suggest that apparently there is a problem but that I need all of their help in determining 
what that it is and how to resolve it. 
______ (e) continue speaking in hope that participation will begin to pick up or that someone else will 
speak up. 
 
8. When I feel as though people are verbally attacking me, I: 
______ (a) explain that I am simply trying to complete the tasks at hand and that I am not trying to 
offend anyone. 
______ (b) counter attack. 
______ (c) stop what I was doing and begin discussion to determine the cause(s) of the attack. 
______ (d) suggest that if they will "let up" a bit, I will do the best I can to conclude quickly. 
______ (e) proceed as I have been, without change. 
-END- 
 
SCORING 
When concluded, double-check to make sure that a number value is assigned to each response. Transfer the 
number responses to the scoring sheet. 
Make sure the correct value for each letter is in the correct position prior to totaling.  
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 NEGOTIATING STYLES SURVEY 
SCORING SHEET 
 
 
 
 
 Competition Accommodation Avoidance Compromise Collaboration 
1. (a) _____ (b) _____ (c) _____ (d) _____ (e) _____ 
  
 2.   (b) _____ (c) _____ (d) _____ (e) _____  (a) _____ 
 
3. (c) _____ (d) _____ (e) _____ (a) _____ (b) _____ 
  
 4.   (d) _____ (e) _____ (a) _____ (b) _____  (c) _____ 
 
5. (e) _____ (a) _____ (b) _____ (c) _____ (d) _____ 
  
 6.   (b) _____ (a) _____ (c) _____ (e) _____  (d) _____ 
 
7. (a) _____ (b) _____ (e) _____ (c) _____ (d) _____ 
  
 8.   (b) _____ (a) _____ (e) _____ (d) _____  (c) _____ 
 
 
TOTALS: 
     _______    _______  _______      _______                  _______ 
 
(Check: Totals of the columns should equal 120) 
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NEGOTIATION STYLES 
 
WHICH STYLE(S) TO USE 
 
Whether a particular conflict-management style is appropriate is specific to the situation. To be 
effective at managing conflict, one should be able to use any of the styles and know when each style 
is appropriate. However, people tend to develop one preferred style and use it in most situations. 
Consequently, people may neglect styles that could be more effective. Brief descriptions of the 
potential adverse consequences of over or under use of the styles of coping with conflict previously 
discussed follow. 
 
COMPETITION 
Someone who uses a Competitive style to the exclusion of the other styles, may find that other people 
object to being forced into win/lose situations. Competitors do not yield their positions and often 
express anger and frustration openly and aggressively toward those who disagree. Other people learn 
that confronting a competitor brings negative consequences, so consistent competitors may not receive 
important information and feedback from others. Consistent competitors may be seen as belligerent and 
they may ultimately be cut off from interaction with others. 
 
People who never use the competitive style may also suffer adverse consequences. They may feel 
powerless, especially against competitors. In addition, the individual may, when confronted with the 
need to use this style, be ineffective from lack of practice.  
COLLABORATION 
Collaboration requires a substantially greater commitment than do the other conflict-management styles. 
Many issues simply do not warrant the time and energy required to seek optimal solutions, and not all 
conflicts are worth resolving or even lend themselves to resolution. Collaboration is being 
overemployed if seeking resolution to conflict is tapping energy essential for other activities. 
One-sided commitment to collaboration can also result in advantage being taken of the person who 
attempts to reach a mutually satisfying resolution because collaboration requires openness and trust, if 
only one of the parties to the conflict is willing to be open and trusting that party will be at a 
disadvantage. Creative ideas and solutions to complex problems are more likely to emerge through 
collaboration. A person who never uses the collaborative style risks loss of truly innovative ideas and 
resolutions to conflict. 
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AVOIDANCE 
Many people assume that there are not adverse consequences associated with avoiding conflict. They 
assume that if they withdraw they have no responsibility and therefore there can be no negative 
consequences. On the contrary, too much avoidance of conflict can create problems for both parties. 
Participation in decision making fosters commitment to and subsequent implementation of the 
decision. If one person withdraws, decisions will be made, and goals will be set with or without that 
person's input, resulting in poor implementation of the decision and low levels of commitment to it.  
The person who rarely avoids conflict may also encounter adverse consequences. Selectively avoiding 
conflict can be a good tactic to employ. Those who confront every conflict head on can hurt other 
feelings and stir up hostilities. Selective avoidance is also the best way to keep from becoming 
overwhelmed by conflict, a distinct possibility in our society. The importance of every potential conflict 
needs to be weighed and a determination must be made about whether to avoid the situation 
ACCOMMODATION 
 
Those who use accommodation to excess may feel that their own ideas, needs, and concerns are not 
receiving the attention they deserve. Accommodators generally are "quiet" and are perceived that 
way to the extent that they are often not heard when they do contribute. Their influence, respect, and 
recognition may erode. 
 
On the other hand, those who rarely use accommodation may be and they may fail to maintain 
good relations with others because they do not acquire the good will that accommodation can bring.  
 
 
COMPROMISE  
Those who always compromise risk losing sight of what it would be like to have all their needs met. 
People become caught up in the tactics and of compromise and lose sight of important values and 
principles and the myriad possibilities.  
On the other hand, people who never compromise may never develop the skills needed to bargain or 
negotiate when necessary. •They may be unable to make concessions and may not be able to extricate 
themselves from potentially no-win confrontations.  
Adapted from: Martin B. Ross, "Coping With Conflict", and Consultants, The 1982 Annual for Facilitators, Trainers and 
Consultants (University Associates), pages 135-139. 
 
Track B - Bargaining Institute - 1994 
NS. 4. HO  
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   NEGOTIATIONS STYLES 
Advantages and Disadvantages 
 
Style Advantages Disadvantages 
 
Competition 
 
Normally uses less time. Can lead to stalemates if the 
other side uses the same 
approach. 
 
Leads to total victory if you The other can become 
 have more power than the other. resentful and vengeful. 
   
 
Compromise 
 
A natural style for most people. Can lead to extreme 
initial positions, as both 
sides anticipate splitting 
the difference. 
 
Appears to be quite fair, as both May result in agreements 
 as both sides win and lose. that neither side is really 
happy about. 
   
 
Avoidance 
 
Useful when issues are trivial. 
Problem is postponed, not 
resolved. 
 
Helpful when other side has Can result in nothing being 
 much greater power. done if too many problems 
are swept under the rug. 
   
Accommodation When the other side is right, May result in a major loss to 
 you should give in. you on important issues. 
 
When the relationship with Can lead to a habit of giving 
 the other side is more important in on all issues that can result 
 than negotiating issues. 
Creates potential IOUs for 
future negotiations. 
in a significant loss of your 
power and reputation. 
 
Collaboration 
 
 
 
Both sides can win big. Can be extremely time 
consuming. 
 
Personal relationships can be Negotiators with a forcing 
 improved, rather than harmed. style may interpret this 
approach as weakness. 
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INTEREST 
BASED 
BARGAINING 
POSITIONAL 
BARGAINING 
Collaboration 
Accommodation 
Compromise 
Avoidance Competition 
Participants are problem 
solvers. 
Participants are fiends Participants are 
adversaries 
The goal is a wise 
outcome reached 
efficiently and amicably 
The goal is agreement The goal is victory 
Separate the people 
problem Make concessions to cultivate 
the relationship. 
Demand concessions as a 
condition of the 
relationship 
Be soft on the people, 
hard on the problem 
Be soft on the people and the Be hard on the problem 
and the people 
Proceed independent of trust Trust others Distrust others 
Focus on interests, not 
positions 
Change your position easily Dig in to your position 
Explore interests Make offers Make threats 
Develop and be clear of your 
BATNA 
Disclose your bottom line Mislead as to your bottom 
line 
Invent options for mutual 
gain 
Accept one-sided losses to 
reach agreement 
Demand one-sided gains as 
the price of agreement 
Develop multiple options to 
choose from; decide later 
Search for the single answer: 
the one they will accept. 
Search for the single 
answer: the one you will 
accept 
Try to reach a result based on 
using objective criteria 
Insist on agreement Insist on your position 
Try to reach a result based 
on standards independent of 
will 
Try to avoid a contest of will Try to win a contest of will 
Reason and be open to 
reasons; yield to principle, 
not pressure 
Yield to pressure Apply pressure 
 
 
 
 
 
 
 
 
Adapted from: Getting To Yes 
Negotiating Agreement Without Giving In 
Fisher and Ury, 1981 
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WHICH STYLE Is MOST LIKE YOU? 
1. I try to maintain friendly relations throughout the 
negotiations process. By remaining unflappable and not 
allowing my negative feelings to take over, I usually can get 
what I want. Negotiations is a social encounter requiring 
the use of diplomacy and tact. 
2. Being an effective negotiator means being good at finding 
compromises to difficult issues. I like to search for 
reasonable tradeoffs so that each party can feel as if they 
have at least obtained something from the discussion. 
3. Negotiations is a contest. I like to win, and I am willing to 
do whatever it takes to be a winner. Nice people finish last, 
and I don't ever intend to be an also-ran. 
4. So many variables affect the outcomes of a negotiation 
that it is difficult to have influence on the process. I try to 
"low key it" and do whatever I can to influence the other 
side, which is never easy. 
5. When people negotiate, they each have needs they are 
trying to satisfy. If people communicate effectively, they 
can use their creative skills to solve some of the pr061ems 
created when their needs come into conflict. 
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